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ABSTRACT 

Through a review of the literature, analysis of 
eleven Title IX grievance plans, and interviews with four compliance 
officers, twelve criteria essential to an effective grievance 
^procedure for use by^ students were identified and incorporated into a 
^odel Title IX grievance procedure for Moraine Valley Community 
College (Illinois). The twelve essential criteria included: (1) trust 
and good faith; (2) a basic definition of what is grievable; (3) time 
limits for filing and for resolving grievances; (4) an informal first 
stage; (5) grievances submitted in writing; (6) recording of official 
minutes; (7) procedures made known to all parties in written form; 
(8) a simple, direct and explicit path of appeals; (9) a grievance 
committee to review the issue and determine its validity, assist in^ 
the preparation of the formal written complaint, assist in 
presentation and appeal of the case, and advise and/or represent the 
aggrieved; (10) a hearing committee or review board; (11) a right to 
be present at all hearings; and (12) an unbiased third party. It was 
noted that the weakest part of any grievance procedure is the human 
element and that appropriate attention should be given this factor. 
Appended cure a bibliography and a copy of the model grievance 
procedure. (JDS) 
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ABSTRACT 



The Title IX ff:rievance prQcedures of Moraine Vs,lley 
Comriiunity Colletre vrere compared" with the criteria of a 
successful prrievance procedure so that, it could become more 
respo>^sive to the reeds of both the stud.ents and the college 
A review of the literature, an analysis of eleven grievance 
plans and interviews with four compliaroe officers and I*E*A 
irrlevance chairperson , Joanne Kitch, were done, A thorough 
analysis of this data Identified tvrelve criteria as being 
necessar^' components of a successful grievance procedure. 
The criteria are discussed and then compared with Moraine 
Valley's ^rrievance plan. Moraine's plan was found to have 
incorporated all the criteria of a successful pla-n. This 
study recommenr^s that P*rievance procedures be .extended into 
all areas of sti^dent life and that additional research be 
conducted on the nr.ft possible v/eakness of any grievance 
procedijre, the hurrnn element. 
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Chapter One ' 
INTRODUCTION 

Purpose ■ 

The Title IX grievance procedure of Moraine .Valley 
Commianity Collecre will be cornpared with the criteria of a 
successful J2:rievance procedure to determine how- it cah become 
more responsive to the needs of both the students and the 
collesre. It is in the best Interest of the college to resolve 
as many grievances at the local level for the following 
reasons: (1). to keep the grievance a local matter and avoid 
furthe^federal intervention and control; (2) to restore 
student morale; (3) to avoid expending large amounts of 
colle^re administrative jnan hours and funds to deal with suits 
brought by students who are dissatisfied with the collegers 
grievance procedure; and (^) to build a reputation for good 
faith. 

Title IX of the Education Amendments Act of 1972 pro- 
vides that, 

No person in the United -States shall, 
on the basis of sex, ,be excluded from 
participation in, be denied the benefits of, 
or be subjected to discrimination under any 
education program or activity receiving 
Federal financial asi5istance, ... 

In 1975 the Depart^^ent of Health , "^Educati on, and Welfare 

Issued reis-ulatlons (Federal Register, Vol. ^0, No. lOR) 

which enumerate the actions necessary, to Insure compliance 



with Title. IX. 

' Instead of heinio: leaders seek.1. n^z: obtalri and maln- 

tair equality for students, educational Institutions 'appear to 

\_ 

reflect and reinforce the discriminatory practice found in 

\^ 

society as a v^hole (Shul^an, 1Q72). Change seeing to occur 
only when a force is anr)lied from a re,Q:ulator.y a^rencX outside 
of the colle^re. In this case that agency js the federa>l 
^rovernment, the Instrument Title IX, and the penalty for non- 
co^^pl ianoe . i s the withhold i.nA- of federal funds for federallyx 
ounported nro^raTis, 

TCnf orceniert provisions are virtually the same as those 
of Title VT of the Civil Rights Act of 19^^» (Higher ^Educa-- 
tion Guidelines for Executive Ordor, 112^6, HEW), where very 
SDec.ific conditions for compliance, investigatory procedures, 
and penalties for non-compliance are listed. 

The Department of Health, Education and Welfare does 
not atteTT.pt to dictate to 1 nst itutions' any prescribed set of 
procedures to achie\re compliance with Title IX, They identify 
the actions necessary to Insure compliance (Federal HeArister, 
Vol* -i-^', ^'n^ 10^). Thejf do orovide a samr>le grl^^vance p " • 
cedui-^e uoon request (Ap"Dendix A) but ultimately how these 
actions ar^ to '"^e ^^erform'^d is left iij) to the institution* 

The Moraine Valley . Community College Board responded 
to Title TX hv develooin^o* a policy against discrimination on 
the basis of sex In i:he admission , treatment , or employment 
or students (Annendlx ,"B) • Th^ Board then directed the Presi- 
dent to formulate procedures to carry out this policy/ To 

6 
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accomplish this, the President aor>ointed a Title IX Coordinator 
who reports to the Executive Vice-President and a ComDliance 
OfficPT who renorts Vo che Coordinator. 

Ore o^ the dlrecL'.vGs froTn HEW to the institutional 
coordirator for compliance with Title IX is to adopt and pub- 
lish a srrievance procedure for prompt and eqxii table resolution 
of student and employee co-nplaints of sex. discrimination 
(Vederal Register, Vol. ^1, Fo. lOP, Sec. 

The Secretary of HSW, Casper Welnbelr^er, said in 
June of 107'^ that he believes that the establishment of 
.c-rievance procedures , by rociDlents would facilitate compliance 
ard promot correction of complaints without resort to federal 
involvement. 

Many educators reel that formal provisions should be 

made every school system for that matter every organizatfcon. 

mibllc and private— for the handling of c^levances (Grieder, 

• Pierce, Jordan.; 1^65)- 

TTor the Durposes th-is study the following definition 
of srrie-.mrce beinff used. k ^rrievance involves an allea:ed 
violation, nil?iinternretat1on, or ml saiDplicatlon of a term or 
nrovisior T:l tie IX. 

'""^•■'^th od and Procedures 

The first tasV. In this study was to identify the 



:,rit-r;.a 1 nherent in a nuncessful ~r:i evance procedure. 
P, dor- in three sta^-es. First a careful search of the 
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llteratuTt^ in 'both the educatlor and "business areas^ Business 
and . industry have a long history of dealinp; with p:rievanc.es . 
CoTiTnujni ty Colle/res should benefit from their mistakes as .vjell 
as their successes* V/lth regard to aay to day trrlevances of 
Dublic employees, Prasow and Peters (1970) rtate that '^it seems 
reasonably safe to predict that eventually they will be pro- 
cessed in much the same manner as in private industry today." 

The second step was to interview the compliance officers 
at Jolif-t College, Colle.^xe of Du Pap:e, Prairie State Community 
Colle;^:e, and Lincoln Way Hip:h School. The purposes of the 
interview were four-fold: 1. to Identify what they perceived • 
to bp the strenj^ths of their ff:rievance procedure; 2. to 
Identify the criteria they used in -formulating their proce- 
dures; 3. to identify what they perceived to be problems or 
weaKness'-s [ r- their .^^rievance procedures; -^^nd ^. to collect 
any soluMons, (innovative or common sense alternatives), 
that the comnlUmce officer micrht be formulating to correct 
thf--^ proble-^is or v/eaknesses in their procedures. 

The third step was to interview I.E. A. Grievance Chair- 
>^e.rsor, Joanne Kitch, who also chairs the Moraine Valley Faculty 
3rl '-'van'--^ CoTimittee, in order to identify a view point other 
tvirir ari T^l nist-vai ive regard inp^ essential criteria of a success- 
ful rr^evaroo Procedure, the I.E.A.'s perception of the 
5^f;pr.>-,Tths ard v/eaknesses of Koraine Valley's current facility 
.c^rlevarce orocedure, and to note any recommendations being 
f orm'il a t'-"^ n ■ 1 -'^a th.e weaknesses. 

8 
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The second task was to analyze the above data for the 
purpose of estahllshirp: a set of criteria that meet the 
operational reeds of institutions and the human needs of the 
administrative persons as well as the grieved individual. 

The third task was to compare Moraine Valley's proposed 
fi-rievance procedure with the criteria established as a. result 

of this study. % 

The final task in this study was to use the Jip Saw 
puzzle aoproach (Bendiner, 1969), to.. put together a model . 
^crievance procedure for compliance with Title IX that will 
successfully resolve human differences without the loss of 
mir6ual respect., dignity, and good' will. 
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Jhapter Twq 
BACKGROUND AND SIGNIFICANCE 

Review of Research 

In 1972 Richardson, Blocker, and Bender said that the 
•same due process recommended for faculty members In disputes 
should be accorded to students. They suggest that institutions 
develop a clearly defined grievance procedure to prevent indi- 
vidual problems from af f ecting th^ morale of the entire insti- 
tution, " ' • ' *. ' 

Student^. rights is a\ very real issue today and institu- 
tlons who fall to take the issue' seriously by creating grievance 
procedures that are ineffective are asking for trouble^ Stu- 
dents today demand formal channels through which to air their 
gripes the same as instructors have (Nolte, 1975) • An institu- 
tion that recognizes this prior to a crisis situation can 
afford to take tha time to develop a rational approach to deal- 
InR: with conflict instead of rushing into a hastily conceived 
plan. Another possibility ■ even more undesireable is that the 
courts or the state co^ald be forced as a result of a suit to 
impose their ovm concept of a grievance procedure on educa- 
tional institutions. 

Under the Massachusetts, Minnesota and Hawaii I/iws , 
for example, there is a provision stating that if no con- 
tracturv^l procedure exists for review of grievances, an em- 

6 
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ployee may submit a pqrievance to the state board for adjudica- 
tion (Staudohar, 1975).- 

It must be recognized that students have arrived as a 
new power, a fourth estate vrhich is taking its place beside 
the traditional estates of the faculty, the administration, 
and the board (Campbell, Cunningham, Mc Pee, Nystrand, 1971 K 

The University of Pittsburgh experienced over 100 
faculty discrimination suits in the Spring of 1973- A study " 
by Blakely clearly 9hows that fair and efficient grievance 
^' procedures would have saved the institution a great deal of 
time and money. The study also -shows that women anxious for 
equality filed their complaints under Title VII before the 
University could even develop an Affirmative Action Plan. 

Three points naed to be mentioned here. First as long 
aero as 196Q, Grieder was calling for formal grievance pro-- 
cedTires for students andl^little was done until ^n outside 
force, Title IX, issued the mandate. Secondly, grievance 
procedures for faculty members came first. The student, whom 
the institution was created to serve, came last. And, finally, 
that female community college students, aware of their options 
under Title IX, could challenge' discriminatory practices at 
Moraine Valley before the college has time to develop a master 
plan for complir-.^oe. This study and the resultant model 
grievance procedure would help prepare the college for this - 
eventual 1 tv. 
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If \communl ty colleges fall to take student grievances . 
seriously theywl:3.1 resort to the courts and the solutions will 
be solved by lawyers and politicians who know little about the 
educational comniunlty (Bendlner, 19^9) . If educators want 
to stop the erosion of local control over their institutions 
they must react In goqd faith to the needs of the population ' 
vfithin their jurisdiction. 

Casper Weinberger (Final Title IX Regulation) makes 

it perfectly cl^ear that HEW's Office for Clvii Rights means 

business when he says, 

We intend to approach Title IX enforce- 
ment in a constructive spirit. We want to 
achieve the goals of the Title as soon as pos- 
sible rather than undergo a series of futile 
confrontations and endless law suits. We call 
upon schools and colleges to do their utmost in 
the same spirit. 

To their great credit, many are already 
moving in good faith to end sex discrimination. 
For such schools, Title IX, as we propose 
to- administer it, can only help. For those 
that are not trying in good faith to end dis- 
crimination against xrTomen , I have one message: 
We can wait no longer. Equal education oppor- 
tunity for women is the law of the land 

and it will be enforced {Weinberger, p. 5)» 

He .c:oes on to identify enforcement procedures that his 

office will use to resolve r)roblems and/or complaints that are 

called to their attention. 

The final regulation incorporates by 
reference a procedural section which includes 
among oth^r things, compliance .reviews , access 
to information, administrative termination 
procedures (hearings), .decision, administrative 
and j\idlcial review and post-termination pro- 
o eoc! i nf^s • 
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Should a violation of the statute occur, 
the Department is ^ligated to seek voluntary 
compliance* If a-^^mpts to secure voluntary 
compliance fail , enforcement action may be 
taken: ' 

(1) by adniinistratix^e proceedings to 
terminate FeAerjal financial assistance until 
the institution ceases its discriminatory 
conduct; or " . • 

(2) by other means authorized by law, 
including referraO. of the matter to the De- 
partment of Justice with a recommendation for 
initiation of court proceedings. Under the 
latter mode of enforcement , ^ the recipient's" 
Federal funds are not jeopardized (p* 6), 

This is the kind of action that could be .costly in 
terms of administrative man hours, and student morale and 
trust (Blakely, 1973). vmile an effective grievance procr^- 
dure is no larantee against a formal appeal -to the Office 
for Civil Rights it would certainly limit the number. 

According to Lutz, 

The long-rang^e' purposes of establishing 
grievance procedures are to reduce conflict 
and increase productivity, the more immediate 
objectives might include the following: 

1. Open and rapid communication xvith re- 
I ' spect to complaints without prejudice 

or fear of reprisal, 

2. Reduction "of the potential area and 
number of complaints, (It is 1 
interestii^ig to note here that wheri 
grievance procedures Ave institut(|d, 
the number of complaints are some-f 
times reduced. It may be that the 
rn^^re presence of grievance machinery 
Is reassuring to the staff and this 
results in fewer petty or imaginary 
/zripes. On the other hand, it may 
be th^t established grievance pro- 
C(^dures encourage supervisors to 

\ mprove adm.1 nistm ^ive techniques . . 
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■• 3. T»fo-way communication through official 

' channels to Improve understanding of 
personnel policy and confidence in 
personnel procedures. 

Maintenance of .morale , teaching effective- 
ness, and ■ prof ess ional responsibility. 

% '5. Continuous appraisal of personnel 

• policies and procedures (1967. P.' ??)• 

'f!hlle It is obvious that these objectives deal with staff- 
administration conflict they also represent very worthwhile 
coals for the student-institution conflict. 

Richard Lonsdale, the School of Education Administra- 
tion and Supervision Head at New York University claims that, 
"the education profession views grievances as negative 
phenomena which show up in schools like so many dandelions 
on a /xolf course fairway" (1967). Lonsdale suggests that such 
^ classifies grievances under the ill health or abnormal 

psycholoP:y of organization. Lonsdale goes on to point out that, 

■ Grievances may be perceived in more useful 
and constructive ways, ns part of the normal 
■Dsychology of organization. We can draw upon, 
a cybernetic framework and see grievances as 
constituting a feedback loop in an . admi nls tra- 
tlon system. In this sense, grievances show 
us how' the system is functioning and provide 
some of the raw material out of vfhich improve- 
ments may be built into the system. Since no 
comnlex human system in perfect, grievances 
permit us to see some of the imperfections in 
th'- system,' possibly some of the unanticipated 
consequences of certain policies or procedures. 
Since a feedback loop is a normal and necessary 
part of a system, a vital control to govern the 
functionlnjj: of the systom, grievances can then 

seen as normal, even necessary. Grievances 
test the effectiveness of the system. They 
nnswer t;h.- quor.tlon, 'Are our policies and pro- 
cedures worl^ln;-'- tlie viay they should?' 'i'lf^-h 
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crrievance thus has two dimensions, the parti- 
cular and the universal. The particular 
'ilTTiension reauires that the problem or complaint 
be settled for the benefit of the aggrieved 
Ir'iividual or group and orpranizati on. The 
universal dimension requires that the oi:.f2;ani^ 
zational significance of the problem or com- 
plaint be examined and that suitable changes 
be effected in the system to rectify^any mal- 
functioning (p. 1 ) . 

In Grievances and Their Resolution Frank Lutz (196?) 

offers the following guidelines for developing a model grievance 

orocedure that contains all the essential requirements for 

the r^^^solution of confli-ct. 

1. ^very effort should be made to have 
problems resolved informally by the 
immediate superior. A direct con- 

^ f erence between the parties to the 
dispute, is always better than a hear- 
ing. In any case, the first attempt 
at resolution should be at the ad- 
ministrative level closest to the 
source of the problem. 

2. The path of appeal should be well 
established and move to successively 
higher levels of authority, terminating 
in final arbitration of the dispute 

by an impartial third party. The 
settlement should be made at the 
earliest stage and time possible. 

3. Every staff member should be aware of 
all grievance channels and opportuni- 
ties for presentation and appeal. 
Procedures should be distributed to 
all in written form. Initiation of 

a grievance action should be simple 
'and direct. 

U. There should be definitive time limits 
for each step of the plan, both for 
presentations of complaints and for 
responses. Formal complaints, re- 
nnonses, and decisions should oo in 

WT'l t "1 ^.cr. 
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5« There s^hould be a grievance committee 
selected by the staff which consults 
with, counsels, and assists aggrieved 
memb'^-rs. This group should help with 
the preparation^ presentation, and 
appeal of the case. In most Instances, 
the committee (or a delegated member) 
might represent the complainant at 
hearings . 

^. There should be maintained a complete 
k record of each case and a file of de- 

^ cisions at each level to serve as pre- 

cedents. Open access to all recoreds 
concerned with the case should be 
assured. Case records should be kept 
in a file separate from the personal 
files of those involved in a grievance 
dispute. 

7. The prrievant should have' the right to 
be present at all hearings, to be 
represented by counsel, to present 
evidence, to examine and rebut evidence, 
and to confront and cross-examine 
witnesses (p. 75)« 

v/e have ^.^tt\e to truide us in the educational field 
^'Ut Irdustry has mapv years of experience in dealln^r with 
,7r5^vance nroce4ur':»s , V/o can benefit from their successful 
nractl cor-^ as v-zrll their rnlntakes. 

It ^nakns sr^n.se to emulate, at least partially, pro- 
onrli^rt-is ^.hat Viave pj:'OV';*n r:uccessful through yearJ^ of practice 
(';t-,auiohar , lO"''^,). For example, General Electric, Xerox, and 
^o-^^rlntr Vertal , are curr^nitly singing the praises oT the 
Orrihui sma n ( R nr, 1 nesr; Week , May , 1 97^'^ ) . I/irge Unl vers 5 \'A es 
also u.'io \}\\r> t:^-chn.1 que. A closer look at this position and 
•j t.s r'-'l ai.1 orsVi i n \:() ar- ovrTill ^-v'lovaneo plan seems lrnf)*^rn.tlvo 
!. tVv^ (vn'fiiual t:y coIV^c-T' 1 to nvo.l ] nuirKa^ous false r: tarts or^ 
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Or the other side of the coin we havo an opportunity 
to benefit ' fr^'rn the Coal Industry administrators who in^ ths 
ipidst of a bitter strike discovered too late that poorly ad- 
ministered c:rievance procedures can be very serious ( Business 
Week, Aupnst, 1976). ^ 

Another point raised again and again by industry is 
that promptness is one of the most important aspects of a 
grievance settlement. Failure td settle grievances with dis- 
patch is sure to lead to adverse employee reaction (Pu.rness/ 
1-175). 

A review of the literature in business, industry, 
and education has presented us with some major criteria so 
^ar for a model p:rievance procedure: (1) promptness; (2) 
efficiency; (3) an impartial conciliator who will work in the 
best interest of both parties; and (k) a procedure that exudes 
good faith. 

I ns ti tut 1 onal and ^ Modular Significance 

Actually there are meager provisions for handling 
student ^rl evan^^-es • of any kind in community college's. Formal 
provlsvlon should be made (Grieder, 19^'9) for the handling of 
studf^nt rrlevances. For students of governance this is a, 
fr>rlvn^ area. 

Th^' 1 rves tl c'-a 1 1 on of student grievance procedures is 
not or 1 y apnroprlatri to the PYjvernance module but it is also 
TjP^^r.r^; ]r. vV'v; hho time llmlt.s (January 1, 1Q77) for, com- 
nliarc^o w1. tv, T1 1/1 o IX. In addition, thp compliance rf^^cer 
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lit- 

anticlr^ates using the study to support, or Improve the ^rrievance 
proooclures "being de\''eloped for Title IXc 

As support for this Inve&ti gatior) ^ s relevance to 
Moraine Valley Community College are the statements by the 
Title IX Coordinator, Dr» Glen Gabert, and the Compliance 
Officer, Dr. Philip Theodorou, included in Appendices C and D. 
A copy of the policy statement by the Board of Education .re- 
pr^Tirdinc: sex discrimiratioi) is Appendix B. 

... j> 
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Chapter Three 

I*' 

PROCEDURE 

The first step in this study was to identify the 
criteria inherent 'in a successful grievance procedure. This 

Ci 

v;as done in three stapes. First, a careful "review of the 
literature in both the education and business areas. 

The second stage was to interview the compliance 
officers at Joliet College, College of Du Page, Prairie State 
Community College, and Lincoln Way High School. 

The third stage was to interview I.E. A. Grievance 
Chairperson^ Joanne Kitch, in order to identify a viewpoint 
other than administrative regarding essential criteria of a 
successful grievance procedure, the I.E. A. *s 'perception of 
the strengths and weaknesses of Moraine Valley's current 
faculty grievance >procedure, and to note any recommendations 
being formulated to eliminate the weaknesses. • ... 

The second step was to analyze the above data for the 
purpose of "establishing a set of criteria that meets the 
operational needs of institutions and the human. needs of the 
administrative persons as well as the ,grieved individual. 

The third step was to compare Moraine Valley *s proposed 
i3^rievance T>Tor.edure xvith the criteria established by the study. 

Th^' r^lnal step was to put together a model grievance 
proce-iur^^ for compliaroe with Title IX. 

15 
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Chapter Four 
RESULTS 

The first task, a careful review of the literature 
in business and education, Identified the following tvrelve 
criteria as being essential to a successful grievance procedure 

1. Trust" and good faith ''(tTT'e humari element) • 
According to Ronald Satryb (1975) the absence of filial 

stet) appeals is a partial indication of "good faith*' on the 
part of both parties.. 

2 . A basic definition of what is grievable 
Title IX is very explicit iri this regard: but if in- 
stitutions v^ish to extend grievance procedures to ather areas 
of student life then ne^r definitions should be added. This 
move on the part of the institution made without outside 
pressure would demonstrats a genuine respect for student 
rights and it ^ould build trust in the belief that the college' 
mission is to ?^erve the s tudents-,^^^ 

Cflassman ' s f ind inp-s (1975 ) strongly support the con- 
tention that interpersonal trust is vital to conflict resolu- 
tion. If this is true on a person to person level might it 
not be true when a person attempts to deal v;ith an institution? 

Satryb claims that many would be grievances are re- 
solved at this Doirt becai:[se they do not meet the limits 
established by the definition. 

16 
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This should be approached with caution, however, since 

a student grievance of any sort represents an Individual in 

conflict. If the collepre wishes to build a reputation of 

/ 

trust and ?:ood faith then compromise and flexibility become 
the widing factor. A student in conflict is a student whose 
needs are not beinf? met. If it is possible to meet these 
needs without jepoardy to the integrity of the institution 
and its -goals -then it should- be-d.one. 

According to Jennings (197^) you can^t ha.ve successful 
relations without giving and taking on both sides. 

Donald Brodie (197^) . sta tes that, "It must be remembered 
that resolvinf? a /grievance is a bargaining process, and good 
faith bartcaininfc presupposes flexibility from the participant." 

Brodie also states that, "larrievance bargaining is' likely 
to involve compromise'* (p. 356). 
3. Time limits 

A. For filing grievances 
' The same caution for compromise and flexibility 
apply here. Many authors feel that time limits for filing a 
grievance are im:)erative be-iiause facts become obliterated, 
memories fade and in some instances some of the people in- 
volved are ^2:one. Any one of the above reasons could make a 
solution to a problem difficult and less than fair to the 
parti i nvolve^"! . ' 

•In any pvent tirno limits may not be strictly enforced 
under certa.in o1 rcums tanoRr; , .such as v7h(-^-Te the existence of 
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the grievance wasn^t known until some time after the event ' 
occurred or thf- act complained of is repeated from day to day. 

For processing: grievances 
Promptness is one of the most important aspects 
of a frrlevance settlement. Failure to settle grievances v;ith 
dispatch is sure to lead to adverse employee reaction. 
(Grievance Guide). 

Once a crrievance procedure ■ has been^ filed" college 
officials must respond within a specifi-ed period of time or 
the grievant is free to move to the next step in the grievance 
Procedure (Mannix, 1^73).' 

Mannix also cautions against vague, misleading or 
extremely short time limits as they may be counter productive. 

Reasonable time extensions should be, granted between 
oarties involved in good faith conflict resolution if the 
requestor has a good and just reason. 

In the final analyses, prompt settlement of grievances 
Probably depends more upon the attitude of the parties than 
upon the tf^rms of the contract grievance procedure. 

^J-. The first st^p in the grievance may be informal 
at th'-^ level closest to the source. 

the parties: can resolve their differences informally, 
bheir overall relationship will be advanced (Brodle, 197^0. 

A rr I evancf-! nrocedure comparable to many found In the 
private s*^c\or roc.o;Tni zes the need to resolve grievances at the 
lowest r>l<-' 1 '-vnl ( ";ia5; s rna ri , 1^75), 
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5. In writing 

Writing tends to discourage frivolous 
complaints and preserves evidence. Some 
contracts specifically, provide that 
grieva,nces alleging discrimination must 
be in vrriting,, For example, in 1971 B. F. 
Goodrich, and General Motors both required 
that the grievance be in writing and sup- 
ported by written evidence (Brodie, June, 
197^). 

6. Official minutes kept for every grievance 

— - --It- is of^ the- utmost; -linpo^^^ 

complete file be kept of every^ grievance. 
Such a file should include all corre,spondence 
dealing with the grievance and all official 
minutes. The miliutes should' be jointly-, 
approved (Kagel , 19^9i- 

7. GrieTarce procedures should be made known to 
everyone in written formic 

A recipient shall> adapt and publish grievance proce- 
dures providing for prompt and equitable resolution of stu- 
dent and employee complaints alleging any action which would 
be prohibited (Federal Register, Vol. ^0, No. 108, Sec. 86.6b). 

R. The r>ath of appeal should be simple,' direct and 
very explicit. 

Richardson, Blocker and Bender (1972) state that in-* 
stitutions must develop a clearly defined grievance procedure 
to prevent problems from affecting the morale of the entire « 
instiution. 

V P. A fcrievance committee established to: 

A. reviev/ the issue to determine its validity 

B. assist in the preparation of the formal, 

v;ritten complaint if the grievance is not re- 
solved at the informal stage 
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G. assist in the presentation and appeal of the 



case 



D. advise and/or represent the aggrieved in- 
dividual. . 

There should be a grievance committee 
selected by the staff (students) which con- 
sults with., counsels, and assists aggrieved • 
members. This group should help with the^^ 
preparation, presentation, and appeal of the 

case. In most instances, _ttie_c,ommittee (or 

^ a delegated member) might represent the . ■ , 
complaintant at hearings (Lutz, Prank, ±9b7). 

10.' A Hearing Committee nr Rpview Board 

The committee or par-l Is selected by 
the grievant and the administration from a 
predetermined list of,. eligible persons. 
Usually, one person is selected for the panel 
by the administration, one by the grievant . 
and the two select a third tovact as fchair- 
man. The panel holds hearings, gathers 
additional data where the;^ are incomplete, 
or the facts are in dispute, and issues a 
report. The report includes findings of 
■ fact, 'the 'conclusions of the^panel, ana 
its advisory recommendations to the presi- 
dent (Lutz, 1967). 

11. The j^rievant has a right to be present at all 

»' 

hearinp;3. 

"The grievant should have the right to be present 
at all hearings. . . ."(Lutz, 196?). . ' 

12 . "■ An unbiased third party 

"An ombudsmen third parties to whom employees can 

take their trrlevances ( Business Week, May, 1976). 

The first ombudsman was appointed at General Electric 
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in 1973, to give employees '-an objective review of their c-om- 
plaints and app*?^als by a competent third party ( Business 
Week. I^iay, 19?6T. 

Accor<aing .to Greider-, Fierce, and Jordan, "Only a 
small percent of the cases filed with ombudsmen result in legal 
action. Their work is carried on chiefly by persuasion." 
■They define an ombudsman as "a person of impeccable reputation 
and hl;::hest Integrity" {196.5, p. 313). 

The second step involved interviews with the com- 
pliance officer at Joliet Junior College, Prairie State Com- 
munity Collefce and Lincoln Way High School and the College of 
Du Patre. 

Robert Glenn, compliance officer for Joliet Junior 
Collec^e is still in the process of formulating grie^'z-anc'e pro- 
cedures for Title IX. 

Accor'^infc to Glenn the grievance procedures esta- 
blished at the oollepce .for the clerical staff and the faculty 
association are doing a good job of resolving parbblems. The 
strenccth of the Joliet procedures is the fact that staff raem- 
b^rs now have an opportunity to be heard. The only weakness' 
ider:tiried is the human eli^ement. The individual administra- 
tor hoarln/T the grievance can affect the attitudes of the 
narticipants to a great dep'ree, Glenn feels. 

Pralri^ State Collet^-e has established a Monitoring 
ConiTil t t^^e romr-osed of the follov/i ng: 

] , TrM'^^-^^ vTi^'t^bf'VO Vrnr. th^ ^acuity senate. 

? . T h r ^ e rr^ ^ 'Ti b r s from the support staff. 



?• Thrf^R members appointed by the President. 

ThR tas^{,or the Monitoring Committee is to aid the 
Dlereotor of Personnel in follo^rlnp: the cruidelines of Federal 
Executive Orders No, 112^^^, No. 11375 and Title IX regarding: 
eniployiTient » There appears to be no such committee or grievance 
procedure for student prop:rams. There is a strong declaration 
of intent to eliminate discrimination in student programs 
hov^'ev^r. 

Lincoln Way rllfrh School Compliance Officer Lee F. 
Rosenqulst vzlll hear all incidents of reported discrimination 
and will investigate and render a decision. The aggrieved may 
appeal that decision to the district's superintendent and then 
to the Lincoln-Way .Board o^ Education. Rosenquist has not had 
a complaint as yet and is unable to identify strengths and 
we^Rknesses in t'v- procedure as a result. Criteria used to 
f or^nulatf' !:he orocedure were taken from the sample grievance 
nrocedure ^or Title TX Sec. 86.8 (AniDendix A) provided by the 
Chloa^ro Office for Civil RiP-hts. 

The Collei:^e of Du Fafre • has a formal grievance pro- 
cedure ^or classified personnel , faculty, and students. The 
student ;-^rievance procedure Is currently oublished in the 
student handbook '^h^re it receives wide distribution. The 
streni-Tth th^ above procedures, according to John Blatnik, 
Du Pat^c^'s Title TX Compliance Officer, is the right to appeal 
to a hl.crher authority without ^ear of reprisal. Criteria used 
i ^. formula t J >"^^ th^. r-roced^jr^s w^-re drawn from two sources, the 
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Industrial model and the ColleKlal Input process. The only 
v;eal<ness in the Procedure stems from the human element; that 
is individuals who do' not enter into the process In good faith 
or who view a grievance as a negative process. 

Richard Petrizzo. Vice President, Operations College 
of Du Page .suggested the following four criteria for a model 
grievance procedure. 

A. They should he very explicit; 

B. They should require that the appellant employee 
have his grievance in writing; 

C. That strict limits be included; 

D. Insure that the grievance is within the purview 
of the grievance committee to deal with. 

Joanne Kitch, I.E. A. Grievance Chairperson and Chair- 
person of the Moraine Valley Faculty Grievance Committee 
identifies an unbiased third party as the critical component 
in any successful grievance procedure. Kitch feels that 
Koraine's faculty grievance procedure includes all the criteria 
necessary for. success. The only weakness is the human element. 

Koraine Valley's Coordinator for Title IX, Glen 
Gabert, incorporated Title IX into the Moraine Affirmative 
Action Grievance Procedures to deal with Title IX complaints 
regarding employment. The Compliance Officer and D^an of 
Student Development,' Philip Theodorou, has designed a temporary 
complaint procedure to deal with complaints oertainlng to 
programs within the college. Theodorou plans to monitor the 
process closely for the next twelve 'rlionths in order to evaluate 
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Its effectiveness. This study and any Insights gained per- 
taining to grievance procedures in general and Moraine Valley's 
In particular will be shared with him. 

The third step was to see how the temporary grievance 
plan adoDted by Moraine Valley Community College compares with 
the twelve criteria for a successful, grievance. 

The results of this comparison are as follows: 



Criteria- 

1 trust and aood faith Trust and good faith emanate 
V ' from. the quality of the plan 

itself; the willingness to 
evaluate it and adjust if 
necessary, and the attitude 
of the compliance officer 
toward sincerely seel<ing to 
eliminate discrimination. 

2 a basic definition of Criteria No. 2 is met in the 
v/hat is crrievable introductory paragraph .which 

states: 

Title IX of the Education 
Amendments of 197? was en- 
acted to eliminate dis- 
.crimination on the basis of 
sex in any educational 
program or activity. 

In order to comply with 
the implementing reg-ulations 
of Title IX, Moraine Valley 
Community College has 
adopted this complaint pro- 
cedure effective immediately 

It is available to any 
student who feels discrimin- 
ated against on the 'v.asis 
of their sex in any educa- 
tional program or activity, 
including student employment 
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time ]lmlts 
A. for filing 



Criteria No, 3 Is met as 
follows : 



B. for resolving 
fcnrievances 



informal "^Irst stage 



in wrltinp:- 



Step 1: The person 
alleging discrimination based 
on sex must first meet with 
the Dean for Student Develop- 
ment, within ten calendar 
days following the alleged 
discriminatory act or occurence, 
for the purpose of defining 
the alleged discrimination and 
identifying the educational 
program or activity involved. 

Criteria No. 3 B is met at 
Step 3 Q-s follows: 

The proceedings should be 
completed within ninety 
calendar dr.ys , when possible. 

The first step of the procedure 
represents the informal stage 
and is conducted by an unbiased. ^ 
third party. In this case the 
Dean for Student Development. 

The Dean for St:udent De- 
velopment will investigate 
the written claims of dis- 
crimination based on sex. 

The second part of Step 1 re- 
quests the grievance in writing. 

If the person alleging 
discrimination wants to 
initiate the complaint pro- 
cedure subsequent to this 
meeting with the Dean for 
Student Development, the 
exact nature" of the co: 
plaint and remedy requested 
must be reduced to writing 
on a form supplied by the 
Dean for. Student Developments 
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of "^1 ci-.r; ' .^ ut es 



It is Implied throughout tne 
.grievance plan b\.^ t not 
specifically stated, Ai: each 
3 1 a e the d i r 63 c t i v e to reduce 
the proceedings to^ writing 
is given hvt not In ';he form 
of official minutes. This 
leaves the matter open to. 
subjective interpretations . 



or oc ed ur e s mad e kn own 
to everyor^e in written 
\ form 



The temporary grievance pro- 
cedures were published in the 
student newspaper "The 
Glacier" and the college 
publication "Moraine Valley 
Peaks. " 



simple , direct, .and 
expilcl^: oath of appeals 



The three step procedure is 

very simple, direct and explicit. 



a -^^r 1 e va c e c omm i 1 1 e e 
to: 

A. 7"evlew the issue 
and determine its 
val id 1 ty 

af;sist \n the pre- 
paration of the 
formal wrl tten 
complair t 

jissi'st in the pro- 
sen ta 1 1 on and 
apneal tV^e case 

D. aiiv.l and/or 
r r ^ .'^ o n t t h e 
a p' -^T i -^v*^d 

a :v,^aiin,^ Committee 



The Dean for Student Affairs 
performs the four functions 
of a grievance committee. 
In step one he reviews the 
issue and determines its 
validity and supplies the 
form for the written formal 
complaint* In step two he 
a'ssists in the presentation 
and appeal as well as advise 
the aggrieved. 



Step 3: If the complaint 
is denied at Step 2, th'e 
complal nant can request the 
Dean for Stud erf t Develop- 
men.t to refer the complaint 
to the Revelw Board. 
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11. rli2:ht to be present al 
all hearings 



12. an unbiased third party- 



Such request must be sub- 
mitted within one week of the 
decision at Step 2. 

The Review Poard shall con- 
sist of three s baff members , 
at least one ill represent 
the alleged discriminatory- 
program or activity, and 
tu'b students, and they shall 
be appointed by the Dean for 
Student Development. 

The Review Board shall con- 
duct such proceedings as are 
necessary to make a written 
recommendation to the Presi- 
dent for his review and de- 
cision. 

These proceedings shall be 
limited to the issues raised 
in the written complaint. 

The right to be present at 
step one and two Is very ex- 
plicit. Step three is open 
to interpretation. 

The Dean for Student Development 
represents an unbiased third 
party at step one and two. The 
Hearing Committee represents 
an unbiased third party at 
step three. 



The final task of this study was to put together a 
model grievance procedure for crmplaince with Title IX that 
will successfully resolv.e hum.an differences without the loss 
of mutual respect, dignity, and good will. 

The following represents the model: , 



31 



28 



Title IX of. the Education Amendments of 1972 
was enacted to eliminate discrimination on the 
basis of sex in any educational program or activity. 

In order to comply with the implementing 
regulations of Title IX, this- College has adopted 
this complaint procedure effective immediately. 

. It is available to any student who feels dis- 
criminated against on the basis of their sex in any 
educational program or activity, including student 
employment. 

Sten 1: ".The person alleging discrimination 
based on' sex must first meet with the Dean for ^ 
Student Development,, or some other unbiased third 
party, within ten calendar days following the 
alleged discriminatory act or occuirence, for the 
purpose of defining the alleged discrimination and 
identifying the educational program or activity 
involved. 

* , ^ • 

If the person alleging dlscrlminati^qn wants 
to initiate the complaint procedure subseq^&eB-t to 
this meeting with the Dean for Student Development, 
the exact nature of the complaint and remedy requested 
must be reduced to writing on a form supplied by the 
Dean for Student Development . 

The Dean for Student Development will in- 
ve5=;tigate the written claims of discrimination 
based on sex. 

If the person alleging discrimination faiis 
to meet with the Dean for Student Development 
within ten days following the alleged discrimina- 
tory act or occurrence, no formal complaint^ can- be 
initiated. 

The Dean for Student Development will assist^ 
the grievant in the preparation of the formal 
complaint and assist and advise the grievant in 
the presentation of the grievance if req-ue'Sted 
to do so by the aggrieved. 

Step 2: If the Dean for Student Development 
finds a reasonable cause to believe that the 
written claim of discrimination may have merit, 
the Dean or a pars on designated by the Dean will 
arrange a meeting * between the complainant, an 



82 



Administrative representative cf the alleged 
discriminatory program or activity, and the Dean 
for Student Development or a person designated by 
the Dean. 

Conciliation at Step 2 shall be limited to 
those issues raised in the vrritten complaint. 

A grievance file will be kept in the Dean 
of Student Affairs office. The file will con- 
tain the formal complaint, official minuteis of 
each meeting, the proceedings of the Review Board 
if the complaint reaches Step 3 and the President' 
decision. 

If the representative of the all€^ged dis- 
criminatory program or activity finds that the 
complaint has merit, that representative shall 
implement whatever changes are necessary to 
remedy the alleged discriminatory practice or 
occurrence. Should that representative be 
unable to unilaterally implement such changes, 
these recommendations -should be reduced to 
writing and sent to the person with the authority 
to implement the changes. 

Step 3: If the complaint is denied at Step 
2, the complainant can request the Dean for 
Student Development to refer the complaint to 
the Review Board. 

Such request must be submitted within one 
week of the decision at Step 2. 

The Review Board shall consist of three 
staff members, at least one will represent the • 
alleged discriminatory program or activity and 
tvro students, and they shall be appointed by 
the Dean for Student Development. 

The Review Board shall conduct such pro- 
ceedings as are necessary to make a written 
recommendation to the President for his review 
and decision. , . 

These proceedings shall be limited to the 
issues raised in the written complaint. 

The complaintant may attend the hearing or 
hearings upon request. 

The proceedings will be completed within 
ninety calendar days. 
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step 4: Falling a resolution at Step 3 
the complaintant may file a complaint with the 
clrcui t ■ court, (Sample Grievance Procedure for 
Title IX. Appendix A). 

There shall be no reprisal against any student 
or employee for filing a grievance or for utilizing 
the grievance procedure. Students who are aware of 
discrimination are encouraged to assist the college 
in eliminating discrimination by calling it to the 
collegers attenti -n. 
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O^.apter Five 
DISCUSSION, IMPLICATIONS AND RECOMMENDATIONS 

The twelve ' criteria for a successful grievance pro- 
cedure liertlfled by revlev/lnc: the literature and grievance 
procedures from business, Industry and education represents 
a orood. beclnrlnff:. The procedures identified protect both 
parties: thev are efficient and In general represent a good 
faith atte^npt to resolve differences. . ^ . 

^Vhe'n Moraine Valley's temporary grie^nce procedure 
was compared with the twelve criteria Identified by the study . 
as necessary for a successful grievance procedure, Mopaine^s 
plan vras ^ound to Include all but one of the criteria Identified. 

The model crlevance procedure was prepared by using 
the. Moraine document as a base and adding the foll-owin^: 

1. A clause requiring >complete caslfe records and 
official minutes. 

2. A statement to clarify the right of the gr Levant 
to be present at the step 3 hearing. 

3. A statement offering the grievant the support, 
assistance, and advice of the Dean of Student Affairs. , 

J^. A statement encouragllijf students to view the 
procedures as a positive endeavor and not a. negative one. 

^. A fourth step malting the student aware of his 
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lesral rla-h t to o-o outside the i rst itut i or ' f or a hearin?- If 
a"solutlor Is -not ^ov:)nd at step 3« 

The aiiition of 1, 2, 3, and -l- is simply a clarlflca- 
tior of intent. Item 5 represents a new addition that sould 
exe^npTl -f'y ^rood faith on the part of an institution. 

■^ut are suitable procedures on paper enough? ^rfhat 
■ about thp human element that John Blatnik, Compliance Officer 
at Du Pap-e anfi Robert Glenn, Compliance Officer at Jollet 
Junior Colleff;'^^, identified? B.oth administrators felt that 
the onlv v/eak^ess in th<^ir ifrrievance procedure was the human 
el ement • 

Hi chard Lonsdale feels that one weakness represented 
bv the human element is the administrators' view that grievances 
are a n'^J^'ative phenomena, 

Future research Is needed to Identify ways and means 
of char-rir;.- attitu'::S uO'W^ird h^rrievances so that Educational 
nersonnel. can view them as normal and expected aspects in the 
fir-^ctlo^ln-:' o^" well-desl prned institutions. Administrators 
are f :^<^que^^tl v nut on the defensive by prrlevances viewing 
th^^m fi^ criticism of policies and procedures. Is it nosslble 
to view -CTT'i oyn nces jn a non-threatenl np* positive m.anner? 
Are there other personality traits that enable some indivi- 
duals to resolve prrlevanoes better than others? 

Julius Draznln (1974) dealt with this problem to some, 
de^-ree at the Lone* "Reach Faval Shipyard when he instituted a 
Manacrement-Iabor Class in . Grievance/Arbitration. ^'Walk a 
Kile in :'v Shoes, is the way the Federal Times, a leadlnc: 
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Vomeral emplovoes nevispaper, described the course which brought 
-r.w insl^rhts and urderstandlnc- between manac-ement and labor. 

S\r)c.e r.hantriris^ behavior through educatlom is one of 
a college conmunlty's main objectives it almost sourds like a. 
repetition of the cliche, "physician heal thyself." to suggest . 
courses in say, "Developing Positive Attitudes Toward the 
Pesolutlon of Conflict" or "Grievance Procedures: How They 
Help Colle.<res to Help Themselves." 

If education isn't the answer then more legislation 
and outside r.-'solutions are inevitable unless some means of 
identlfvincr the human qualities that m%ke successful grievance 
Dlans in theory succeed in practice. These questions dealing 
with the "human element" should remain a fertile -field for 
research in governance for some time to come. 

• The first recommendation is to incorporate into 
Moraine Valley's grievance plan the additional five points 
sufftreste?! for the model grievance procedure.' The first four 
Dolrts are minor and generally only clarify or specify what 
the nrocedures imply. The fifth one is actually a suggested 
ste-o in the sample procedure distributed by HEW. (Appendix A), , 
but noticeably missing from every grievance procedure evaluated 
in this study. That deletion is suspect in a ^ood faith 
agreement, particularly in this case. If institutions are 
sincere 3n their wish to comply with Title IX then few, if 
any, trrievances would ever go outside the institution. In 
any event failure to Inform students of their right to' appeal 
bevond the President's decision appears to be ^^rt of the old 
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c3.eception trick or what you don*t know can^t hurt me. If -a 
sincere comml ttinent to compliance has been made and a posi- 
tive attitude toward grievances adopted then it's safe to be 
open and honest in dealing with^ one another. Adding step four 
is a step in- that direction, 

A second recommendation is to expand" the student 
grievance procedures for Title IX -fco include all areas of 
student life. If educational institutijpns believe that the 
'Studeptis a full partner in the educational process then they 
must take the initiative and provide a process for dealing . 
with grievances before they are' forced to once again by an 
outside agency. 
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SAMPLE GRIWANCE PPOCEOURE 
TITLE IX :5EC. 

This 1 s a saiDple omly. Speoi f 1 c 
orocciures sno\;'l''i 'he refined in 
terms of local, reeds. 

A stndppt or ar err ..loyee shall present his complaint in 
vfrl tine to tne trri uvance officer. 

The ^-rlevance officer shall investip:ate the complaint 
within five xvorVinir days and arranpre for a hearing. 

Within rj VP woririnP' days a hearing shall he held before 
a hearing- officer - (disinterested third party.) 

The hearing -fficer shall render his opinion to th 
jrrlevanc^"! officer and the student or employee within 
five workln^^r days from the time of the hearing. 

Fa. llinP' a resolution at Stage 1, the student or em- 
p] oyee rnay prf^sent a statement of his grievance to the 
:^njDer Intendent who shall determine the matter or: 

a statement to the board of education who shall 
d e t n r m 1 n t h e ma 1 1 e r ; or 

a t''*i;^^^!ri<^^nt to an Impartial arbitrator v/ho s^i'V' j 
'\ '-'t •'^ rin 1 nf' V ^'f'* matter. 

:'-inin;r a rci.s oV-i t 'i on at statr^ the ^^'rlevant may f\lr. a 
r^vfinlalnt v.rli:h Lh.^"^. r^Vp cult court. 

Tt^-'r''^ shall be no roprlnal a^^ralnst any student or em- 
;)l.ov^'0 for ^lllnti- a fTMwance or for utlJ.l^^lr'g the 
rrlr^vapr-.o ppocedurn. For the nurpose of maintaining 
<"oprid^»nt1al 1 ty , crrlevances v;*J,l not be filed In a 
:^-t<!d.-!pt, 'r; fi'l^^: or an piriployee'r; personnel file* The 
;;••■> r'vnpr'*' filn V/ 111 '^)r^ kcnt In th^ office o-^' tho 
i^r r o^^lrvn'. Th^-* i/p1r^vant Vias the r.fivif access 
* \'':\ ■-; f 11 M.r: floo.*^ to his t?wn personntO. IM 1 r% 

^^,yr^*^s ^-^ 1*^*1 ^v an agT'evniPPt c ■)n t;.<\ 1 nl n;^'' a grievance 
r. r r),T..'!';i r'.'. 'li/i Y .0 r-t: t .-^ u.'T?^ that ppncMdu pr> 1 r Hnpl.1 cable. 
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MORAINE VALLEY COMMUNITY COLLEGE 
POLICY AGAINST SEX DISCRIMINATION 

'NO pwRSOf' IN THE UNITED STATES SHALL, OK THE BASIS OF SEX, BE 
'^'X^LUDED FROM PARTICIPATION IN, BE DENIED THE , BE^TEFITS OF, OR 
Re"^SUBJECTED to DISCRIMINATION UNDER ANY EDUCATIONAL PROGRAM 
OH ACTIVITY RECEIVING FEDERAL FINANCIAL ASSISTANCE. . . 

From Title IX, Educa ^.lor Amerdments of 1972 

TUT" IX of the Education Amendments of 1972 prohibits 
Mora^r-e Valley Community GolleKe from discriminating 
on the bar-;1s of sex in any educational program or 
activity It onerates. 

r^oralne Vail oy CorDmunity College does not discriminate 
OV1 th*^ basis of sex in admissions, employment or in 
thn or-f^rafi on of any educational program or activity. 

Ar~v l.v,ui -"I'-s r-n^c^rnin;/: the College's obligation under Title 
IX ohould ^\r'^c.U'<] to the Colletre Title IX Compliance 
Officer: 

Moral Valley Community Collecre Title IX 

Compliance Officer 
Ph 1 1 1 p Theod orou 

onn 'JulldlnH- 

' r;7;(_,'n00, r^xt. 22?-?? P 



/\pp";i!Di x: ?. 
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